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[bookmark: _Toc135502497]Executive Summary
[bookmark: _GoBack]This report focuses on the implementation of digital platforms, namely V-People, V-Fleet, and V-Lounge, and their impact on Green Human Resource Management (HRM) practices at Banglalink, a leading telecommunication company in Bangladesh. The objective of this study is to analyze the synergy between digital transformation and sustainability in the HR practices of Banglalink. This report begins with an introduction that provides an overview of the study and its significance. It highlights the increasing importance of digital transformation and sustainable practices in organizations and sets the context for the analysis of Green HRM at Banglalink.
The report's objectives are mentioned, and one of them is to look at how digital platforms affect sustainability, employee engagement, and work process efficiency. The study intends to gauge the degree of employee consensus regarding the beneficial effects of these platforms. To collect information from employees, a thorough questionnaire is created, and a formatted agree-disagree question is used. Examining the effectiveness of work procedures and the perceived effect of digital platforms on employee engagement are the main objectives of the questionnaire.
For this research, 24 employees from 4 different department with different level of experience has been surveyed to find out the correlation between the employee engagement that HR focused to develop in Banglalink to make the workplace greener and the research explores the idea of "green HRM" and its relevance, highlighting its potential to promote environmental performance and sustainability inside enterprises. It discusses the numerous platforms and activities designed to promote sustainability and efficiency as it examines the use of Green HRM practices within the context of Banglalink. It has been determined that implementing these digital platforms is consistent with the concepts of Green HRM and will help promote environmental efficiency, reduced emissions, and paperless processes. The platforms support sustainable activities including promoting eco-friendly driving habits, tracking driver behavior, and optimizing vehicle routes.
In conclusion, Banglalink's use of digital platforms has shown to have a favorable effect on the sustainability and efficiency of work processes, but they might need to work more with Finance and Commercial department. The company's Green HRM practices have been aided by the deployment of V-People, V-Fleet, and V-Lounge, which has enhanced communication, streamlined processes, and increased efficiency. The outcomes of this study emphasize the significance of sustainability and digital transformation in influencing HR practices and promoting a greener and more effective workplace.
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[bookmark: _Toc135502498]CHAPTER 1
[bookmark: _Toc135502499]Introduction of the study
In recent years two main topics have gained very importance within the HR sector which are Digital Transformation and sustainability. Most of the top companies now looking for the improvement of their business procedure, they are looking for the advancement within their employee engagement and they are looking for how this process will not the impact the environment at the same time and that’s when Human Resources department looking for the perfect transformation which is the “Green Human Resource Management” or most likely to say, “Green HR”. One company that already started to implement some new technology and software platform for the employee engagement and showing a strong commitment for digital transformation and sustainability is the Banglalink Digital Communication Limited, one of the Bangladesh’s leading telecommunication companies.
The aim for the report is to analyze the connection between digital transformation and the practices of green HR in Banglalink’s HR and Admin department, with a very specific focus on the practices of employee communication, engagement, and their work culture improvement for every individual employee. In this report, the reader will understand that in which extent Banglalink has adopted digital transformation and other green HR practices that change the employee attitudes in their work and how they made an impact on the environment sustainability. This report will also show that for implementing the process and digital transformation what are the challenges they faced. 
This study draws on multiple literature on digital transformation and green HR while taking place with employee interaction within the company as well as some interview and some feedback with a questionnaire with the Banglalink HR and Admin representatives and analysis of the relevant companies’ documents and reports. This report is maintained as follows: after this introduction there will be review of the relevant literature review on the digital transformation, green HR. next there will be the research methodology, including the data collection methods, sample selection and data analysis techniques and then there will be finding analysis followed by the discussion of their implication in Banglalink and recommendation for the future research. 
[bookmark: _Toc135502500]Origin of the study
The telecommunication industry in Bangladesh has been matured for quite a few years for now and has a significant growth in recent years and as a result, companies like Banglalink face some new challenges in managing the roaster and non-roaster employees. Banglalink has already recognized the importance of adopting the transformation through different platforms like Oracle HCM, ODA Chatbot, V-fleet management, V-people management, and V-lounge system. Through these systems they also introduced green HR practices to retain the employees while also reducing the environmental footprint.
As an intern in Banglalink’s HR Service Delivery, I was given the opportunity to gain some insight of how this platform helps to change the employee’s daily work life and that creates the impact on the quarterly revenue and in their quarterly town hall. During the internship I got the extended version of system usage and particularly worked on the Chatbot that creates a huge impact on the employee engagement. Regarding the report there is a growing body of literature on the digital transformation but there is very limited research on the context of the telecommunication industry in Bangladesh. By conducting the study, I can introduce some new idea on how the digital transformation and green HR can be used together to get the maximum effectiveness on the workforce in the telecommunication industry and I hope that from this study very new business and companies will get the knowledge of adapting these similar practices.
[bookmark: _Toc135502501]Background of the study
In this recent years Bangladesh telecommunication industry grow at a CAGR of 9% over the 5 years and within this time frame they faced a significant change with the mobile phone user and that’s also increase the internet user. And due to these significant changes Banglalink also faced fast paced change in their workforce and that’s the reason they have increased the awareness of environmental sustainability. Digital transformation involves the integration of modern technology into all their business aspects and fundamentally changes the operation system for the in-house employees and for the customer as well.(Battistoni et al., 2023) The use of this technology will help the business to streamline their processes and it helps to increase the efficiency of the employees’ work and improve fast communication. Because of implementing the digital transformation now Banglalink has found new ways of working in flexible places and teleconferencing which also increases employee satisfaction.(Sun and He, 2023)
Sustainability on the other hand is about creating economic, social, and environmental value while also clearing the challenges the climate changes, resource depletion in the workplace, social inequality in the workforce.(Greg Gannon and Carola Hieker, 2022) While Banglalink is thinking about the increase of the revenue for their company, at the same time they are thinking about the employee efficiency in their work and within the last 5 years Banglalink increase their revenue by 150% and reduced their employees by 25%, which clearly shows that they are implementing the green HR and increasing the sustainability with the effective employee engagement.
[bookmark: _Toc135502502]Objectives of the Study
[bookmark: _Toc135502503]Primary Objective: To examine the extent to which Banglalink Digital Communication Limited has adopted digital transformation and green Human Resource management in their HR practices.
[bookmark: _Toc135502504]Secondary Objective: To identify the synergy between digital transformation and green HR practices with the impact on employee engagement in Banglalink.
[bookmark: _Toc135502505]Scope of the Study
The main scope of this study is to find how well Banglalink is adopting the green HRM in their workplace by using the platforms like v-people, v-fleet, v-lounge, Facebook workplace, Oracle HCM, ODA Chatbot and SharePoint to increase the efficiency in the work and improve the work quality focusing on resource allocation like meeting rooms, energy saving, open space for working. From this study we can understand how this platform helps both roaster and non-roaster employees to communicate and take decisions by saving more time. This report will also assess the potential benefits and challenges of adopting these practices in the telecommunication industry, as well as identify opportunities for improvement. Though Banglalink recently introduce the ODA Chatbot to their in-house employees for better communication and to get the information as fast as possible for saving time, energy, and money rather than using multiple paper and phone calls and mailing, it made a great impact already in their efficiency of the work. So, from this study readers will also understand how Banglalink’s employees are absorbing the transformation very fast and sustain the goal towards a better workplace.
[bookmark: _Toc135502506]Limitation of the study
The main limitation those this report is limited to the Banglalink’s Headquarter, and the perceptions of employees within that departments regarding the digital transformation and green HR practices. This report will not include an analysis of the overall company from all over the Bangladesh or other regional offices. Another main limitation was the accessibility to all the platforms. Because of the security and privacy policy interns cannot access all platforms, which are only eligible for permanent employees. Additionally, the report will not cover the broader telecommunication industry in Bangladesh, but it only focused on Banglalink as a case study on Green HR effects and usage of them.
[bookmark: _Toc135502507]Methodology
[bookmark: _Toc135502508]Research Type: This paper is based on “Fundamental” research. This is also called theoretical or basic research because the information what the researcher got that based on limited time workplace information which is also a limited accessibility under different conditions which the researcher never experienced before and along with under the fundamental research type this study belongs to “Qualitative” research because the relevant information with this study, exploratory data focused on what Banglalink’s Headquarters employees are thinking with the transformation, which is descriptive.
[bookmark: _Toc135502509]Data Type: The main data which was collected from different department employees to find about their experience on using different digital platforms when from when they joined, their working conditions and many other questions which are given at the end of this report, which are the “Primary” data set and along with the researcher also use some relevant information about the employee engagement process with green HRM, how company can implement the green HR into the policies, some of their communication and resource allocation of present situation, what experts are thinking to introduce this method in small companies, how employees can handle changes in workplace that they had before and what green HR should do for employees’ mental satisfaction, which are the “Secondary” data set.
[bookmark: _Toc135502510]Sample Size: For this research, the researcher took a sample of a total of 24 rational permanent employees from Banglalink’s Head office. The researchers use the set of 1:1 ratio with 6 HR Employees, 6 Admin Employees, 6 employees from Finance department and 6 employees from commercial department. From the element set the researchers divide the elements into 6 HR:6 Admin:6 Finance:6 Commercial.
[bookmark: _Toc135502511]Sampling Technique: The technique that used for this research is the “Cluster Sampling” technique because the total survey represents four different sub-populations and among that the employees are randomly selected and after generalizing the sample, each sample will represent the different department’s opinion on their workplace.
[bookmark: _Toc135502512]Data Collection Method: The method that used for this paper is “Qualitative” method because in this report the way the researcher tried to find out the depth of the transformation factors by using raw data through their own experience, feelings, and research participants (Internal Factors). This method will also help to find out the work culture and environment about Banglalink’s employees and there are also some external factors like office hours, working pressure and situation, employees’ personal ability to use digital platforms.
[bookmark: _Toc135502513]Data Analysis Method: The method that is used for analysis in this paper in “Diagnostic” method. In this report the researcher tried to find out Banglalink’s potentiality to introduce greener environment while focusing on efficiency and greater engagement between different department employees with HR, which will help to find how well employees are adapting and how it will effect on the company revenue.
[bookmark: _Toc135502514]Data Presentation Method: For the presentation method the researcher uses both “Textual” and “Graphical” method. There is some basic information we need to present with graph like percentage of supporting digital platforms, their working condition in different departments by adapting this, the percentage of employees who make themselves transformed and with relevant information by writing the reader will easily understand the relationship between Technology and Sustainability. For many answers researchers needed to describe properly by narrowing the whole circumstances.

[bookmark: _Toc135502515]CHAPTER 2
[bookmark: _Toc135502516]Literature Review
[bookmark: _Toc135502517]What is Green HR
1. Human resource management strategies that consider environmental sustainability are known as "green HR." This strategy acknowledges that companies have a duty to lessen their environmental impact and to promote sustainable practices throughout their operations, including in their human resources policies and practices.(Rahman, 2020)
Green HR can encompass a variety of tactics and programs, including encouraging employees to act sustainably, implementing eco-friendly work practices, and incorporating sustainability considerations into programs for hiring, training, and employee engagement. A sustainable workplace culture that promotes the long-term health and wellbeing of both people and the environment is the aim of green HR. Businesses can increase their overall sustainability and competitiveness while simultaneously reducing their environmental effect by employing green HR practices.(Aktar and Islam, 2019)
2.  A viewpoint known as "green HR" places an emphasis on how human resource management techniques can help firms achieve environmental sustainability. This strategy acknowledges that human resources are important contributors to organizational success and that, by implementing green HR practices, companies may improve their sustainability and performance regarding the environment.(Mishra, 2017)
Incorporating sustainability into hiring, training, and performance evaluation procedures, encouraging environmental behavior among staff members, and fostering a culture of sustainability within the organization are just a few examples of the diverse initiatives that can be included in green HR practices. Incorporating sustainability into the strategic vision and day-to-day operations of the company as well as developing a sustainable business model that supports long-term environmental, social, and economic advantages are the goals of green HR.(Aldulaimi et al., 2022)
[bookmark: _Toc135502518]Process of Green HR
1. The creation of environmental policies that express an organization's commitment to environmental sustainability is the first step in the process of implementing green HRM. This may include creating a green HRM strategy that details the precise steps the company will take to meet its environmental objectives.(Musofa et al., 2021)
The integration of environmental factors into HR policies and procedures is one of the core tenets of green HRM. This can entail, among other things, identifying and hiring staff members who are dedicated to environmental sustainability, teaching those staff members on environmental issues, and including environmental performance criteria into performance appraisal procedures.(Cherian and Jacob, 2012)
2. The formulation of an environmental policy and plan outlining the organization's approach to environmental sustainability sets off the GHRM process. To ensure a shared awareness of the organization's environmental aims, this policy should be distributed to all staff members and stakeholders.(Saha, Sarker and Ahmed, 2020)
Environmental factors must be included into every element of human resource management, such as hiring and selection, training and development, performance evaluation, and employee engagement, according to GHRM. For instance, businesses can hire staff members who have shown a commitment to environmental sustainability and offer them opportunities for training and development to advance their knowledge and abilities in this field. (Hosain and Rahman, 2019)
3. Employees can be rewarded for their contributions to environmental sustainability using performance management systems, which can be used to measure and track an organization's environmental performance. Since employees are major stakeholders in promoting environmental sustainability within the company, employee involvement is also essential to GHRM's success.(Nawangsari and Sutawidjaya, 2019)
With a focus on promoting environmental sustainability and developing a culture of sustainability within the business, GHRM involves the systematic integration of environmental factors into all facets of human resource management.
[bookmark: _Toc135502519]Importance of Green HRM
1. Given their high energy use and carbon footprint, telecommunications businesses have a crucial role to play in supporting environmental sustainability. By bringing environmental issues into all aspects of human resource management, GHRM is recognized as a major technique for promoting sustainability within these businesses.(Pardhi and Chaudhari, 2019)
The significance of GHRM is highlighted because it may aid telecommunications firms in minimizing their environmental effect, improving their environmental performance, and enhancing their reputation as socially responsible businesses. A culture of sustainability may be developed inside a business with the aid of GHRM, which can also assist in luring and keeping people who are dedicated to environmental sustainability.(Khan et al., 2023)
2. In the telecommunications sector, where energy use and carbon emissions are substantial contributions to environmental impact, green human resource management (GHRM) is particularly crucial. Data centers, cell towers, and network hardware are examples of energy-intensive infrastructure that is widely used by telecommunications businesses. Therefore, implementing GHRM practices like waste reduction, green procurement, and energy-efficient workplace design can assist these businesses in lowering operational costs and reducing their environmental effect. The reputation of telecommunications firms as socially and ecologically responsible businesses may be improved through GHRM, which will make them more appealing to investors and consumers. Additionally, GHRM may aid telecom firms in adhering to environmental laws and advancing sustainable growth.(Ahmad, 2015)
3. In the modern world, when businesses as well as society have prioritized environmental sustainability, green human resource management (GHRM) is becoming more and more significant. GHRM entails incorporating environmentally friendly procedures into human resource management, including hiring, development, performance evaluation, and remuneration. Additionally, it entails encouraging eco-friendly behavior among stakeholders, employees, and the public.(Hussain, 2018)
Organizations can gain a variety of advantages from GHRM implementation. First, it may aid in lessening the negative effects that corporate activities have on the environment, such as cutting back on waste and water and energy use. This may help the company's reputation while also lowering the cost of electricity and garbage disposal. GHRM may increase employee motivation and engagement by creating a sense of shared values among employees. Employee commitment to the company and its objectives will increase productivity and performance as a result. Thirdly, as more and more workers place a premium on working for socially and ecologically responsible companies, GHRM may aid in recruiting and keeping top personnel.(Bombiak and Marciniuk-Kluska, 2018)
[bookmark: _Toc135502520]Green HR in Organizational Development 
1. By encouraging employees to engage in eco-friendly activities and behaviors, green human resource management (GHRM) may significantly contribute to corporate growth. Organizations may boost their environmental performance and reputation while also increasing employee engagement and motivation by incorporating sustainable practices into their HR procedures.(Welmilla and Ranasinghe, 2020)
GHRM may be used to encourage an organizational culture of sustainability in the context of organizational growth. This may be done in several ways, including by providing eco-friendly training programs, promoting eco-friendly behavior, and putting sustainability rules in place. Organizations may foster a feeling of purpose and shared values among their workforce by supporting sustainability, which will boost morale and job satisfaction.(Setyaningrum and Muafi, 2023)
2. The application of GHRM can help recruit and keep top personnel. Companies that embrace sustainability will have a competitive edge in attracting and maintaining personnel as individuals prefer working for socially and environmentally friendly companies. GHRM may improve an organization's overall environmental performance. Organizations may build a more sustainable workplace and lessen their environmental effect by integrating sustainable practices into HR operations including recruiting, performance management, and remuneration.(Zaid, Jaaron and Talib Bon, 2018)
3. Although organizational management has been aware of and prioritized sustainable development for more than a decade, the link between sustainable development and human resources has only lately been recognized. The mindset, ecological knowledge, and feeling of environmental responsibility of human resources are crucial for the effectiveness of eco-friendly actions in enterprises. A key component in the growth of environmentally friendly practices inside firms is green human resource management (GHRM). Despite the substantial advancements in GHRM, more analysis is still required to determine how pro-environmental human resource policies affect the long-term sustainability of organizations.(Renwick, Redman and Maguire, 2013)
[bookmark: _Toc135502521]Implementation of green HR
1. To guarantee that firms encourage environmentally responsible behaviors, Green Human Resource Management (GHRM) strategies must be implemented. GHRM is a long-term, ongoing approach rather than a one-time exercise. It entails coordinating the organization's human resources policies, procedures, and practices with objectives for environmental sustainability.(Jamal et al., 2021) An environmental audit is conducted at the start of the GHRM implementation process to determine the organization's present level of environmental performance. The organization can create and execute environmentally friendly policies and processes based on the audit's findings. To develop a culture of environmental responsibility, the GHRM implementation process should engage all employees, from top management to lower-level staff. All staff should get appropriate training and development opportunities to help them know the significance of environmental sustainability.(Paillé, Valéau and Renwick, 2020)
[bookmark: _Toc135502522]Digital Transformation & Green HR
1. The term "digital transformation" describes how digital technology is integrated into every aspect of a company, resulting in major changes to how that company runs and provides value to its clients. The adoption of green HR practices is significantly aided by the incorporation of digital technologies.(Feng et al., 2022) The quantity of paper required in conventional HR operations, such as hiring and personnel records, may be greatly reduced by the use of technology, such as online platforms and digital communication tools. Digital platforms may also be used to measure and monitor waste management, carbon emissions, and other aspects of green HR practices that are crucial to their success. Organizations may establish and execute remote work policies with the aid of digital transformation, which can lessen the carbon footprint associated with regular trips.(Malhotra, 2017)
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CHAPTER 3
[bookmark: _Toc135502524]Organizational Overview
Bangladeshi telecommunications provider Banglalink has its main office in Dhaka. Previous it was named Banglalink, Orascom Telecom Bangladesh Limited It is Bangladesh's third-largest mobile network operator. By December 2005, Banglalink had one million customers, and by October 2006, it had three million. With more than 7.1 million subscribers by December 2007, Banglalink has surpassed Aktel (now Robi) to become Bangladesh's second-largest operator in less than two years. Up till December 2005, Banglalink had 1.03 million connections. At 3.64 million subscribers at the end of 2006, Banglalink experienced a 257% rise in users, making it the operator with the fastest growth globally. Banglalink was the first business to provide free incoming calls from BTTB for both postpaid and prepaid lines in August 2006. Banglalink passed the benchmark of a 10-million-member count on August 20, 2008. Banglalink had 36.90 million subscribers as of August 2021 and recently they have hit 40 million subscribers. 
[bookmark: _Toc135502525]Mission, Vision, Objective, Aim
[bookmark: _Toc135502526]Vision: ‘To understand people’s needs best and develop appropriate communication services to improve people’s lives and make it simple’
Banglalink's vision serves as the foundation for all its strategies, objectives, and goals. Banglalink's vision conveys the company's concern for its customers, and the committed staff members of Banglalink work tirelessly to improve the customer experience, make their customers happy, and make changes in their lives. Banglalink is growing its business, creating new networks, and connecting people to realize its compelling vision.
[bookmark: _Toc135502527]Mission: To fulfill its mission Additionally, Banglalink has identified a few missions that will help the company achieve its objective. Banglalink's missions are:
· Utilizing a segmented strategy for products and services
· delivering first-rate advantages throughout the whole customer experience—before, during, and after the sale
· maximizing shareholder value
Their goals are primarily divided into two categories of stakeholders: consumers and stockholders. To identify its prospective clients, Banglalink frequently divides its market into segments.
[bookmark: _Toc135502528]Objectives: The Banglalink's goals are listed below:  
· Expansion of service options.  
· Increasing the network.    
· Offering clients, a range of new, distinctive, and reasonably priced items.  
· Improving loyalty through a targeted campaign for client retention. 
· Create operational guidelines for quick service deployment. 
· 99.5% of the network is always available.
[bookmark: _Toc135502529]Aim: With the goal of better understanding user demands and creating useful communication services, Banglalink wants to simplify and improve people's lives. Their whole endeavors are directed at realizing their objective. Each member of the Banglalink family is a fiercely enthusiastic person who is devoted to realizing the goal they have set for themselves. The demands of their clients come first; all they care about is making their lives easier and better.
[bookmark: _Toc135502530]Organization Structure of Banglalink
CEO
Technology
Commercial
Enabler
Network service management
Technology Financial Management
Infrastructure Service Management

Digital business
Market Operation
Commercial Strategy
B2B marketing
Enterprise Business
B2C sales and Distribution

Finance
Human Resource and Administration
Corporate and regulatory affairs
Compliance
Legal Affairs









[bookmark: _Toc135502531]CHAPTER 4
[bookmark: _Toc135502532]Analysis of the report
[bookmark: _Toc135502533]Analysis of Banglalink Digital Platforms
[bookmark: _Toc135502534]V-Fleet: Banglalink, offers a digital platform called Banglalink V Fleet. V Fleet is made to offer fleet management and vehicle tracking solutions to companies of all sizes. With the use of this platform, organizations can efficiently monitor and manage their fleet, increasing operational effectiveness and cost-cutting.
[bookmark: _Toc135502535]The key features and benefits of the Banglalink V Fleet platform include:
· V-fleet is intended to optimize and streamline fleet management procedures within the company. The V-Fleet platform provides several features and functionalities that help the business manage its fleet of cars more effectively and efficiently. The capacity to track and monitor cars in real-time is one of V-Fleet's main advantages. It makes use of cutting-edge GPS technology to monitor the whereabouts, speed, and motion of every vehicle in the fleet. As a result, the company is better equipped to monitor and manage its resources and has a comprehensive grasp of the actions of the fleet.
· Route optimization is one of the services that V-Fleet also provides. This tool aids in optimizing the routing and scheduling of vehicles, hence cutting down on fuel usage and total transportation expenses. To ensure proper maintenance and save downtime, it also offers vehicle maintenance and service reminders. The technology also provides driver behavior monitoring, which encourages safe driving habits and lowers accidents. It offers information on driving behavior, like speeding, abrupt braking, and idling, enabling the company to take remedial action and boost overall driver effectiveness.
· Through a user-friendly interface, V-Fleet also makes it easier for fleet managers and drivers to communicate effectively. It improves coordination and communication by allowing drivers to get directions, updates, and notifications immediately on their mobile devices.
[bookmark: _Toc135502536]How does this platform help to create a greener working environment?
[bookmark: _Toc135502537]Environmental Efficiency: V-Fleet assists in route optimization and fuel efficiency reduction by providing real-time monitoring and tracking of vehicles. This results in a more effective use of resources, lowering the impact of transportation on the environment and promoting greener business.
[bookmark: _Toc135502538]Emission Reduction: V-Fleet encourages eco-friendly driving habits with tools like driver behavior monitoring. The platform encourages drivers to adopt more fuel-efficient behaviors by keeping an eye on things like speeding, abrupt braking, and idling, eventually lowering carbon emissions and advancing sustainability goals.
[bookmark: _Toc135502539]Maintenance Optimization: V-Fleet's service and maintenance reminders make sure that vehicles receive timely maintenance, lowering the risk of breakdowns and the requirement for expensive repairs. This proactive strategy reduces downtime and increases vehicle longevity, which leads to fewer vehicle replacements and less environmental impact.
[bookmark: _Toc135502540]Improved Communication: V-Fleet's user-friendly interface makes it easier for fleet managers and drivers to communicate effectively. Better communication helps to improve fleet performance overall, schedule adherence, and vehicle routing. V-Fleet helps to conserve resources and run more sustainably by decreasing pointless trips, cutting down on idle time, and improving coordination.

[bookmark: _Toc135502541]V-people: V-people platform is mainly used for employee importation where also employees can put their dependent’s name for the provident fund. And this platform also helps to increase the efficiency of the HR Department, which works with the provident fund calculation.
· [bookmark: _Toc135502542]Cultural engagement: For internal cultural programs and employee engagement recently Banglalink did "Family Carnival 2023", where every single employee with their spouse and Children were invited to a resort to enjoy the day fully and all these guest information and handling the guest this v-people platform helps a lot. 
· [bookmark: _Toc135502543]Executive Health Checkup: For executive health checkup service and any in-bound patient and out-bound patient services are handled by this platform and from where employees can claim insurance. By this many resources and time have been saved. Also, by this platform, the pressure from HR with multiple paperwork has been sorted and the insurance company also gets help from here.
· [bookmark: _Toc135502544]Employee Self-service: With the employee self-service option provided by V-People, staff members can view and modify their own data. Employees can update their personal information, contact information, or dependent information directly in the system, which lessens the administrative strain on HR staff.
· [bookmark: _Toc135502545]Reporting and Analytics: The platform offers reporting and analytics capabilities, enabling HR departments to produce informative reports and examine information about managing provident funds and employee information. This makes it possible for HR managers to make wise choices and monitor important KPIs for ongoing progress.
[bookmark: _Toc135502546]How does this platform contribute to creating a green environment in the office?
· It helps to grow the business in a paperless manner and within the telecommunication industry Banglalink is the first to take the initiative to reduce the physical paperwork. This aligns with the green initiative by reducing paper waste.
· Carbon footprint reduction by reducing the time and effort required to manage employee information and provident fund calculations. This can result in a decrease in administrative tasks, lowering the carbon footprint associated with manual processes.
· By protecting sensitive data and preventing unauthorized access or breaches, it promotes responsible data handling practices, contributing to ethical and sustainable HR management.

[bookmark: _Toc135502547]V-lounge: V lounge is the old version of Oracle HCM. With this platform, HR can calculate overtime and they can analyze the working hours for both roaster and non-roaster employees. Also, with the v-lounge, the employees can internally find their colleague’s name and communicate very easily, and they can find the HRA point of contact. Which makes communication very efficient. 

[bookmark: _Toc135502548]How does this platform help to create a green work environment:
· HR can identify instances of excessive overtime by precisely calculating and evaluating overtime hours. With the use of this knowledge, businesses can deal with workload inequalities, improve resource allocation, and help staff members maintain a better work-life balance. By maximizing work hours, businesses can cut down on pointless overtime, which reduces the energy use and carbon emissions that come with long workdays.
· The V-Lounge platform enables employees to find the Human Resources (HR) point of contact easily. This accessibility improves communication between employees and HR, allowing for quicker resolution of HR-related queries or concerns. Efficient HR processes and effective communication contribute to employee satisfaction, reducing the need for unnecessary paperwork or physical interactions.
· Banglalink can embrace digital transformation by using the V-Lounge platform, which lessens their reliance on paper-based procedures and paperwork. This move to digital platforms is in line with green goals since it lessens the need for paper, conserves resources, and reduces the environmental effect of producing, storing, and discarding physical documents.

Now these two digital platforms mainly work closely.
[bookmark: _Toc135502549]Oracle HCM: Recently Banglalink shifted their platform to Oracle and now this is the platform where employees can find all their solutions in one place. From communication to attendance to applying for leave, everything is there. During my internship, I did the User Interface Testing for this platform to make sure enough communication is there and employees can easily do the pre-approval for leave and overtime.
· In this platform, employees can see their leave balance automatically every year and based on their leave balance they can take leave with pre-approval from their line manager. And without pre-approval, the leave will not be counted as casual leave or annual leave. That will count as sick leave.
· In this platform employees can also work overtime prior to approval. Without prior approval, they cannot do overtime and for overtime, the rule is "Minimum 1 hour overtime, otherwise, overtime will not be counted and in government holidays employees can do a maximum of 4 hours of overtime.

[bookmark: _Toc135502550]ODA chatbot: ODA chatbot is also called the Oracle Digital Assistant. This Chatbot can play a significant role in employee engagement by providing instant and personalized support. With this chatbot, employees were able to ask any question related to HR and Administration, which took much more time and time to make the meeting previously, and now it is saving time.
· Employees get fast access to support and information via the ODA chatbot. The HR policies, benefits, and general inquiries are just a few examples of the issues about which employees can inquire, get advice, or ask for help. Because a chatbot is available, employees may get responses quickly, which improves their experience and engagement in general.
· With self-service features, the ODA chatbot can provide employees with the power to access information or do certain tasks on their own. For instance, staff members can utilize a chatbot to update their personal information, seek time off, or check their remaining leave balance. Chatbots provide self-service, saving time for HR personnel as well as employees, and enhancing productivity and engagement.
· Also, ODA Chatbot can collect feedback and information from employee interactions, assisting businesses in identifying frequent questions, problems, or areas for development. Based on insightful data, HR professionals may address reoccurring problems, improve procedures, and increase employee engagement.

[bookmark: _Toc135502551]How will this chatbot help in the sustainability of employee engagement?
· Employees may get support and information from anywhere, including remote places, because of the ODA chatbot that enables virtual assistance. This encourages remote employment opportunities, which may result in less commuting and the consequent reduction of greenhouse gas emissions. Chatbots help sustainability by reducing the environmental effect of employee travel by facilitating flexible work options.
· Chatbots can gather and analyze information on the interactions, questions, and preferences of employees. This information can help firms design focused sustainability programs by illuminating the requirements and behaviors of their workforce. For instance, chatbot data may point out areas where employees have concerns or an interest in sustainable practices, enabling businesses to adjust their engagement strategies accordingly.
· ODA promotes sustainable practices. ODA Chatbot can be configured to offer data and resources pertaining to organizational sustainability objectives. They might provide advice on reducing waste and energy use or promote engagement in environmentally beneficial activities. Chatbots assist in increasing awareness of and involving staff in sustainability initiatives by encouraging sustainable practices.

[bookmark: _Toc135502552]Analysis of the questionnaire
During my internship period, I asked 24 employees about their opinion on how they think about digital platforms and how these platforms help to create engagement, and whether is that helping them in their work and helping the company to grow or not. I have asked 6 employees from HR, 6 employees from the finance department, 6 employees from Administration, and 6 employees from the commercial department. All these employees have experience of between 0-9 years. So that we can find different opinions about how these digital platforms help Banglalink to grow in a green environment. For this survey, a 5-point Likert scale has been used to find out the average answer on whether employees support or not. 

· First question was “The implementation of a digital platform (V-people, V-fleet, V-lounge) has a positive impact on the efficiency of work processes in your organization?” And from this question, we're attempting to ascertain from this question how the employees in your firm feel about how the use of digital platforms have affected the effectiveness of work processes. The goal is to gather feedback and determine whether implementing these platforms has successfully increased productivity and efficiency. From this question, we may learn more about the general attitude and perception of employees regarding digital platforms by examining the answers to this question. It enables you to determine whether the installation has achieved the desired results and whether users feel that the platforms have improved their work processes.

From this question, the researcher found out that 12 out of 24 employees strongly agree with the question that there is a positive impact and by using these platforms now employee can easily analyze their work and they can communicate very effectively, also 29.17% of employees agree with the question. On the other hand, 4 employees were neutral, and 1 employee show disagreed with this question. 
	Count of The implementation of digital platform (V-people, V-fleet, V-lounge) has a positive impact on the efficiency of work processes in your organization?
	Column Labels
	
	
	
	

	Row Labels
	Agree
	Disagree
	Neutral
	Strongly Agree
	Grand Total

	Administration
	
	
	2
	4
	6

	Commercial
	3
	
	1
	2
	6

	Finance
	2
	1
	1
	2
	6

	HR
	2
	
	
	4
	6

	Grand Total
	7
	1
	4
	12
	24



Overall, the data suggests that the implementation of digital platforms has generally resulted in a positive impact on the efficiency of work processes in the organization. The HR department shows strong agreement, while other departments have a mix of positive responses. It would be beneficial to further analyze the specific areas where the digital platforms have had the most significant impact and address any concerns or areas for improvement identified by the respondents who provided neutral or negative responses.

· Second question was “Oracle Digital Assistant chatbot has improved communication between employees and management.” From this question, the researcher will try to figure out the effect of the chatbot on internal communication via this question. The goal is to evaluate whether better management-employee communication has emerged from the adoption of the Oracle Digital Assistant chatbot. We may learn more about how employees feel about the chatbot's ability to facilitate communication by examining the answers to this question. It enables you to determine whether staff members think the chatbot has improved their ability to interact with management, and vice versa.

From this question 11 out of 24 employees strongly agree which means almost 45.83% of employees agree that because of this chatbot now they can communicate very fast, and it helps to create efficiency. And 29.17% of employees also agree with the question. Even though the majority agree with that 6 employees still feel neutral and show disagreement with this question which means still there are some employees in Banglalink who are not still aware of that, and the HR department needs to work on that. 

[image: ]

· Third question was “V-Fleet has reduced the amount of time you will spend on administrative tasks previously.” From this question, the researcher is trying to assess the impact of the V-Fleet platform on the efficiency of administrative tasks within the organization. The objective is to determine whether the implementation of V-Fleet has resulted in time savings for employees in performing administrative duties.

In this, we can see 13 out of 24 employees agree with that which is more than 50% of employees strongly agree that v-fleet is helping employees to reduce the administrative work and it is helping to balance the work and journey from office to home. On the other hand, 5 employees are neutral and disagree about the v-fleet which also shows that by using v-fleet they are getting enough help for their work.

[image: ]

· In the fourth question which is “V-people platform has improved the accuracy and timeliness of HR-related information.” By this question, the researcher can find out whether the employee can find a fast response for their work-related information and take the decision fast. By these answers, the researcher can evaluate the success of the V-people implementation in enhancing data accuracy and timeliness in HR processes. It can provide insights into specific areas where improvements have been observed, such as employee data management, attendance tracking, leave management or performance evaluations.

In this survey, we can see 50% of the employees strongly agree with the answers and 20.83% also agree with this. This shows most employees get the benefit of using the v-fleet platform. On the other hand, 5 employees are not sure whether they are improving or not.

[image: ]

· In the fifth question the researcher asked about “Oracle HCM helped to improve employee attendance in the organization.” Most organizations use manual processes to start their work by logging in and logging out and sometimes they forget that it creates employee dissatisfaction, and the process is time-consuming at the same time. From this question, we can understand whether employees’ work process is improving or not and whether employees are satisfied or not. Oracle HCM helps to count the attendance automatically by entering the office with a punch card in the entry and with that entry it automatically counts the time from there. And the whole work time counts from the first entry to the last entry from the office.

In this question, we can see 19 out of 24 employees, almost 79% employees strongly agree and agree with Oracle HCM is improving attendance in the organization. And it is helping to improve the office environment as well. On the other hand, 5 employees are not happy because somehow it shows that by using this employee can spend much more time in the office but that doesn’t mean he or she is working.
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· In the sixth question we have asked, “Because of early implementation of this digital platform, it helps to increase the company revenue”. From this question, we can understand what employees are thinking about all the digital platforms and by using this the work has improved and because of the high efficiency, the company can also generate more revenue. 

In this question, almost 18 employees out of 24 employees, or 75% employees strongly agree and agree with this statement. Because this early implementation of the digital platform has helped increase company revenue, employees are suggesting that the adoption and utilization of these digital tools have positively impacted the financial performance of the organization. The objective is to assess the correlation between the early implementation of the digital platform and the company's revenue growth.
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· In the seventh question, the researcher asked, “Implementation of ODA chatbot shows that Banglalink is going towards Green HR in their workplace”. By this question, we can find the suggestions on Banglalink is moving towards Green HR in their workplace, employees are implying that the adoption of this technology aligns with their principles and practices of Green HR. The objective is to evaluate how the implementation of the ODA chatbot contributes to promoting sustainability and environmentally friendly practices within the organization.

From 19 of 24 employees, almost 79% employees strongly agree and agree with that. And this shows that employees believe that Banglalink is thinking for their employees by creating a greener workplace and implementing HR policies that could create engagement. 

[image: ]

· In the eighth question, the researcher asked, “With the help of V-lounge it can provide support in decision-making in your organization” From this question we can justify whether employees can work more independently or not. And when the employees can take decisions freely then the traditional long hour meeting with wasting the resources will be reduced.

From this survey of this question, we can see 18 employees or 75% of employees agree with this statement but 6 employees were neutral and disagreed with this statement. And 2 employees strongly disagree with this statement. This also shows that even though this platform helps to take decisions fast through internal communication with management still this does not give full freedom, and this is also important for any organization.

[image: ]

· In the ninth question, the researcher asked, “All these Digital Platforms help Banglalink to create a positive attitude towards saving energy, time at the workplace, and flexible work schedule.” This question is totally for the employee’s belief system about the workplace and what they think about their future workplace.

In this question, we can see the highest number of acceptances among employees and almost 87.5% of employees agree and strongly agree with this. And this is another main reason for Banglalink to reach 40 million subscribers at this fastest time. 

[image: ]

· This question was asked which was “Adopting digital transformation with these platforms and green HR practices in Banglalink leading to increasing employee satisfaction” to find out the employee satisfaction and to find out whether employees can adopt the transformation very easily or not.

In this survey, we can see 50% strongly agree with the statement and it shows that by using these platforms now employees can increase their productivity and they feel comfortable working 9 hours in the office. 
[image: ]

· In the final question the researcher asked about the resources that employees and using what they are thinking about that. The question was “By using these platforms helps to create an eco-friendly office with less waste of resources like paper, pen, and other stationary items”. This shows employees are accepting the eco-friendly workplace and that creates extra satisfaction. It changes attitudes towards using the resources carefully as well.

In this question, we can see almost every employee agrees with the statement and it shows almost 91.67% love to see their workplace which supports less waste the paper, pen, and other resources.
[image: ]



[bookmark: _Toc135502553]





[bookmark: _Toc135502554]CHAPTER 5
Findings of the study
To find the actual difference between the work improvement, the researcher asks an exceptional question to find out their own opinion on What they think the overall improvement of the office environment by implementing the green HR policies in Banglalink. After finding the answers, it was found out that most of the employees, almost more than 50% employees, believe that the overall improvement is between 0-20% after implementing the green HR policies in the workplace. But only 25% of employees think the improvement is between 21-40% and 20.83% believe that the improvement is between 41-60%. It shows that even Banglalink implements the green HR policies, but the result takes time, and it will take time to adapt to different digital platforms while they are working.

[image: ]

Another interesting finding was Banglalink is working and focusing on young employees and when an organization has a high percentage of young employees then it will be very easy to adapt to the changes. Here we can see that many young employees think the change is small but if we see the senior employees, 2 out of 3 employees said the improvement is between 41-60%, which is huge. This showed how much the organization has been changed and the workplace has been changed and this is why Banglalink is improving at a fast pace.

[image: ]
Another interesting factor was found by using the Likert scale while doing this survey. For the Likert scale, we differentiate the answers into numbers for Strongly Agree=5, Agree=4, Neutral=3, Disagree=2, and Strongly Disagree=1. After differentiating we found out that HR and Administration departments mostly see themselves as aligned with the Green HR policies and implementation that makes the employee engagement more easily. But in the case of the Finance department, they are showing a positive response as much as the HR and Administration departments. Also, the Commercial department is not showing the same positivity as the HR and Administration departments. This shows that Banglalink needs to work more on implementation, especially in the Finance and Commercial departments. 
	HR
	4.560606

	Admin
	4.318182

	Finance
	3.939394

	Commercial
	3.984848



[bookmark: _Toc135502555]Recommendation
Based on the comprehensive analysis conducted in this report on the implementation of digital transformation and Green HR practices in Banglalink, the following specific recommendations are proposed:
1. [bookmark: _Toc135502556]Enhance Green HR Initiatives: Banglalink should keep up and increase its efforts to incorporate Green HR practices across the whole company and in the other regional offices and incorporate them with the sales team. This may be accomplished through raising employee understanding of sustainability, supporting environmentally friendly behavior, and incorporating environmental concerns into HR policies and practices.
2. [bookmark: _Toc135502557]Invest in Innovative and Sustainable Technologies: To further improve HR operations and lessen the environmental effect associated with conventional paper-based procedures, the business should invest in innovative and sustainable technologies, such as digital platforms and automation tools. The use of platforms like V-people, V-fleet, and V-lounge should be increased to increase productivity and minimize administrative duties.
3. [bookmark: _Toc135502558]Strengthen staff Engagement: Using digital tools and platforms, Banglalink should concentrate on boosting staff engagement activities. To ensure that staff are aware of the advantages and features of these technologies, such as the Oracle Digital Assistant (ODA) chatbot, the introduction of chatbots should be complemented by continuing communication and training. This will encourage increased adoption and engagement for the roaster employees.
4. [bookmark: _Toc135502559]Foster Collaboration and information Sharing: To foster a culture of continuous learning and innovation, the company should encourage employee collaboration and information sharing using digital platforms like V-lounge. Employees will be able to participate in sustainability efforts and exchange best practices linked to green human resources thanks to improved communication channels.
5. [bookmark: _Toc135502560]Setting a Framework: Banglalink should set up a systematic framework for monitoring and evaluating the effect of green human resources activities on sustainability results. This entails monitoring key performance indicators (KPIs), such as energy usage, paper usage, and staff satisfaction, to assess the efficacy of the adopted procedures and pinpoint areas in need of future development.
6. [bookmark: _Toc135502561]Collaboration with Stakeholders: To promote a comprehensive approach to sustainability, the company should cooperate with external stakeholders including suppliers, clients, and business partners. Promoting sustainable practices throughout the value chain and participating in projects like green supply chain management may strengthen an organization's commitment to green HR and advance more general sustainability objectives.

With a strong emphasis on digital transformation and green HR practices, Banglalink can improve its position as a leader in the telecommunications sector by putting these ideas into reality. These measures will increase operational effectiveness while simultaneously promoting employee happiness, environmental sustainability, and long-term economic success.
[bookmark: _Toc135502562]Conclusion
In conclusion, this report has looked at how Banglalink, a renowned telecommunications business, has implemented digital transformation and green HR practices. The investigation has emphasized how these activities have a substantial impact on the effectiveness, sustainability, and employee involvement of the company. The results show that the deployment of digital platforms including the Oracle Digital Assistant (ODA) chatbot, V-people, V-fleet, and V-lounge has improved work processes, streamlined communication, and improved employee experiences. These systems have made it possible to manage HR-related duties effectively, disseminate correct information, and foster more employee collaboration.
Furthermore, Banglalink's dedication to environmental responsibility has been demonstrated by the adoption of Green HR practices, which include sustainability knowledge, eco-friendly behaviors, and the usage of sustainable technology. The use of digital technologies has increased overall operational efficiency while also lowering the organization's ecological imprint. The promotion of Green HR initiatives and ongoing investment in sustainable technology is also stressed in the study. Banglalink can improve organizational growth, worker engagement, and company sustainability in this way. The suggestions made include detailed steps to improve Green HR practices, encourage cooperation, track effect, and involve stakeholders.
Banglalink understands the importance of green HR and digital transformation in promoting operational excellence and sustainability. By utilizing these strategies, the business has established itself as a leader in the telecom sector and provided a blueprint for other businesses to follow. In conclusion, Banglalink's effective adoption of green HR practices and digital transformation has shown to be a transformational journey that is in line with the organization's dedication to sustainable development. These efforts are anticipated to develop further and support Banglalink's performance in the dynamic and cutthroat telecoms market while also inspiring others to adopt like approaches.
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[bookmark: _Toc135502564]Questionnaire
Questionnaire on Impact of Digital Transformation with the Synergy between Technology and Sustainability of Employee Engagement
--------------------------------------------------------------- 
Dear respected respondent, 
The following questionnaire is to collect information from your own opinion about the determinants of digital transformation and green HR practice in an organization. The information will be kept confidential and be used only for research purposes.

	Current Position:
	Department:

	Experience:     0-2    /        3-5       /       6-9
	Name (Optional):



	Particular
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	
	5
	4
	3
	2
	1

	1. The implementation of digital platform (V-people, V-fleet, V-lounge) has a positive impact on the efficiency of work processes in your organization?
	
	
	
	
	

	2. Oracle Digital Assistant chatbot has improved communication between employees and management.
	
	
	
	
	

	3. V-Fleet has reduced the amount of time you will spend on administrative tasks than previously.
	
	
	
	
	

	4. V-people platform has improved the accuracy and timeliness of HR-related information.
	
	
	
	
	

	5. Oracle HCM helped to improve the employee attendance in the organization.
	
	
	
	
	

	6. Because of early implementation of this digital platform, it helps to increase the company revenue.
	
	
	
	
	

	7. Implementation of ODA chatbot shows that Banglalink is going towards Green HR in their workplace
	
	
	
	
	

	8. With the help of V-lounge it can provide support in decision making in your organization
	
	
	
	
	

	9. All these Digital Platforms helps Banglalink to create a positive attitude towards saving energy, time at workplace, flexible work schedule.
	
	
	
	
	

	10. Adopting digital transformation with these platforms and green HR practices in Banglalink is leading to increase the employee satisfaction.
	
	
	
	
	

	11. By using these platforms it helps to create an eco-friendly office with less waste of resources like paper, pen, and other stationary items.
	
	
	
	
	

	12. What do think the overall improvement of the office environment by implementing the green HR policies in Banglalink?
	0-20%
	21-40%
	41-60%
	61-80%
	80-100%
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image1.emf
Count of Oracle Digital Assistant chatbot 

has improved communication between 

employees and management.

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Grand Total

Administration 2 1 1 2 6

Commercial 2 1 1 2 6

Finance 1 1 1 3 6

HR 2 4 6

Grand Total 7 3 3 11 24


image2.emf
Count of V-Fleet has reduced the 

amount of time you will spend on 

administrative tasks than previously.

Column Labels

Row Labels Agree DisagreeNeutralStrongly Agree Strongly Disagree Grand Total

Administration 2 4 6

Commercial 2 1 2 1 6

Finance 2 4 6

HR 2 1 3 6

Grand Total 6 2 2 13 1 24


image3.emf
Count of V-people platform has 

improved the accuracy and timeliness 

of HR-related information.

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Grand Total

Administration 1 1 4 6

Commercial 2 2 2 6

Finance 2 2 2 6

HR 2 4 6

Grand Total 5 2 5 12 24


image4.emf
Count of Oracle HCM helped to 

improve the employee 

attendance in the organization.

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Strongly disagree Grand Total

Administration 2 1 3 6

Commercial 2 3 1 6

Finance 1 2 3 6

HR 2 4 6

Grand Total 6 2 2 13 1 24


image5.emf
Count of Beacuse of early implementation 

of this digital platform, it helps to increase 

the company revenue.

Column Labels

Row Labels Agree DisagreeNeutralStrongly Agree Strongly Disagree Grand Total

Administration 1 1 4 6

Commercial 1 4 1 6

Finance 1 1 1 3 6

HR 1 2 3 6

Grand Total 4 1 4 14 1 24


image6.emf
Count of Implementation of ODA 

chatbot shows that Banglalink is going 

towards Green HR in their workplace

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Grand Total

Administration 1 5 6

Commercial 2 1 1 2 6

Finance 1 1 1 3 6

HR 2 4 6

Grand Total 5 2 3 14 24


image7.emf
Count of With the help of V-lounge 

it can provide support in decision 

making in your organisation

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Strongly disagree Grand Total

Administration 1 1 4 6

Commercial 1 4 1 6

Finance 1 1 1 2 1 6

HR 1 1 4 6

Grand Total 4 2 2 14 2 24
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Count of All these Digital Platforms helps banglalink 

to create a positive attitude towards saving energy, 

time at workplace, flexible work schedule.

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Grand Total

Administration 4 2 6

Commercial 2 1 3 6

Finance 1 1 1 3 6

HR 2 4 6

Grand Total 9 1 2 12 24
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Count of Adopting digital transformation with these 

platforms and green HR practices in Banglalink is 

leading to increase the employee satisfaction.

Column Labels

Row Labels Agree DisagreeNeutralStrongly agree Strongly disagree Grand Total

Administration 1 2 3 6

Commercial 2 1 2 1 6

Finance 2 4 6

HR 3 3 6

Grand Total 6 2 3 12 1 24
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Count of By using these platforms it helps to create 

an eco-friendly office with less waste of resources 

like paper, pen and other stationary items.

Column Labels

Row Labels Agree DisagreeStrongly Agree Strongly Disagree Grand Total

Administration 2 4 6

Commercial 2 3 1 6

Finance 1 1 4 6

HR 2 4 6

Grand Total 7 1 15 1 24
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Count of What do think the overall 

improvement of the office environment 

by implementing the green HR policies in 

Banglalink?

Column Labels

Row Labels 0-20% 21-40%41-60%Grand Total

Administration 4 2 6

Commercial 2 2 2 6

Finance 4 2 6

HR 3 2 1 6

Grand Total 13 6 5 24
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Count of What do think the overall 

improvement of the office environment 

by implementing the green HR policies in 

Banglalink?

Column Labels

Row Labels 0-20% 21-40%41-60%Grand Total

0-2 years 7 3 2 12

3-5 years 6 2 1 9

6-9 years 1 2 3

Grand Total 13 6 5 24


